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Termination of employees from the company is preceded by an employee 
intention to quit. Job attitude is one of the factors that explain the intention or 
perception adopted by someone both positive and negative towards employee 
behavior. Subjective norms are people's perceptions. Perceived behavioral 
control is a belief in the capabilities and resources they have so they feel they 
have the opportunity to work elsewhere. The purpose of this study is to 
determine the effect of Attitude on Work, Subjective Norms, and Perceived 
Behavior Control on Intention to Quit. This study used 85 permanent 
employees at Asana Agung Putra Bali Hotel as respondents with data analysis 
techniques using multiple linear regression analysis techniques. The results 
showed that Job attitude had a significant positive effect on the intention to 
quit, subjective norms had a significant positive effect on the intention to quit, 
and perceived behavior control had a significant positive effect on the intention 
to quit. 
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1.  Introduction 
 
The high turnover rate at the Asana Agung Putra Bali Hotel, means that employee turnover is more frequent. Of 
course, this will be detrimental to the Hotel, because if an employee leaves the company, the Hotel must incur more 
costs starting from the advertising process, selection, training, to the process of employee placement. In addition, the 
selection process does not mean the development of the company increases so that it requires additional new 
employees, but because there are employees who leave the company, so the personnel or HRD is often preoccupied 
with the selection process of new employees. HRD sometimes is not able to prepare at any time for replacement 
employees who leave, because employees who leave are unpredictable from the start. 
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In fact, many employees remain in the hotel where they work by accepting the conditions of work as is and there 
are also employees who have the intention to leave. The results of interviews with 5 employees who are still working 
at Asana Agung Putra Bali Hotel, namely from the Front Office, Marketing, House Keeping, Accounting, and Food 
and Beverage Product divisions. 
According to Mangkuprawira & Hubeis (2007); Martini et al., (2018); Yunita et al., (2019), Intention to quit occurs 
through a psychological process where employees feel a decrease in the level of job satisfaction, then low job 
satisfaction will affect the decrease in motivation characterized by stress, physical pain, laziness to work, decreased 
work quality, personal communication diminished, indifference attitudes towards work duties, the next employee will 
decide to think and intend to go out to find alternative work, the employee then compares alternative work with his 
current job and makes a decision to stay or leave the company, at the last stage is action that employees take to stay or 
leave the organization. 
The intention is a factor that was investigated in-depth in previous studies. Intention is the main cause in explaining 
employees' intention to leave. Theory of planned behavior provides a theoretical framework that is very useful for 
predicting employees' intention to leave because the concept of intention is related to an individual's willingness or 
their effort to do something in a certain way. This research is a quantitative study in which systematic research on parts 
and phenomena as well as their relationships, the factors that affect employee's intention to quit are attitudes toward 
work. Job attitudes one of the factors that explain the intention or perception adopted by someone both positive and 
negative towards employee behavior. Attitude is a psychological tendency expressed by evaluating certain entities with 
various sizes, both likes, and dislikes (Ajzen & Fishbein, 1980). Kim et al., (2003), found that employees' intention to 
leave was affected by attitudes, where service sector employees quit their jobs usually as a result of unsatisfactory 
situations such as low motivation, low salary, and poor service conditions. According to Appollis (2010), employee 
attitudes toward work show job satisfaction in the company affect the intention to quit the job, because if employees 
feel satisfied at work, then the intention to stop working employees will be low. Williams (2000), states that employees 
who have a less satisfied attitude, are less motivated and have the perception of available job opportunities as an 
alternative then they have more intention to quit their jobs. 
Factors other than attitudes toward work, subjective norms also affect employees' intention to quit. Subjective 
norms are one of the important latent variables in the theory of planned behavior. This variable defines the perception 
of others such as friends and family, the belief that a person should or should not take certain actions. Tan & Thomson 
(2000), suggested that subjective norms (subjective norms) are the social effect someone to behave. Someone will have 
a desire for an object or behavior if he is affected by people around him to do it or he believes that the environment or 
the people around him support what he does. Thus, this variable can also be explained as social pressures on actions 
or behavior by someone. Brouwer et al., (2009), suggested that individuals tend to act and perform suggested behaviors 
as expected by family, friends and direct superiors. For example, an injured employee can extend a period of time off 
because his family wants him to have to rest at home and also an employee who feels pressured by the employer will 
have the intention to leave because his family wants him to find a better job. According to Dominguez et al., (2018), 
those social factors are involved in an individual intending to leave his job. Jehanzeb et al., (2013), stated the views 
and thoughts of others that are significant (such as family, friends, colleagues and direct superiors) towards a suggested 
behavior that will put pressure on individuals, for example in terms of stopping work. 
 
Hypothesis 
 
H1: Job attitude has a positive and significant effect on the intention to quit. 
H2: Subjective norms have a positive and significant effect on the intention to quit. 
H3: Perceived Behavior Control has a positive and significant effect on the intention to quit. 
 
 
2.  Materials and Methods 
 
The population in this study consisted of 85 permanent employees. Data collection techniques used in this study 
were interviews and questionnaires. This study uses multiple regression analysis methods to determine the effect of 
independent variables on the dependent variable.  
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3.  Results and Discussions 
 
The significance value of 0,000 which is smaller than the value of α = 0.05, then the multiple linear regression 
model is feasible as an analysis tool to test the effect of independent variables on the dependent variable. The 
significance value of the t-test is 0.002. The results of the analysis of the effect of attitudes on work towards the 
intention to quit obtained Sig. t of 0.002 with a beta coefficient of 0.466. Sig. Value t 0.002 <0.05 indicates that H0 is 
rejected and H1 is accepted. This result means that attitude towards work has a positive and significant effect on the 
intention to quit. The results showed that the attitude variable towards work had a positive and significant effect on the 
intention to quit. This can be seen from individuals willing to accept the tasks given by superiors and the ability of 
individuals to complete the work given by superiors and the individual is able to make decisions in work. 
Research from Mobley (1986), also suggests that every individual who enters a work organization carries a number 
of expectations within himself, for example, the work itself, the social environment and his development, not unlike 
the research by Ologunde et al., (2006), where service sector employees leave from their work usually as a result of 
unsatisfactory situations such as undeveloped employees in careers and the attitude of the leader in directing employees 
to work. Harbinson (1973), also revealed an employee's decision to continue with his current company or to look for 
opportunities elsewhere depending on factors such as working conditions, job satisfaction. 
Williams (2000), states that employees who have a less satisfying attitude and have the perception of the availability 
of job opportunities as an alternative then they have more intention to quit their jobs. In line with Schalk & Van 
Rijckevorsel (2007), personal characteristics and attitudes at work are positively and significantly related to intention 
to leave the company. This is similar to the research of Kim et al., (2003), who found that employee exit intentions 
were positively affected by attitude, not different from Trevor (2011), research which suggested that employee attitudes 
toward work were more likely to lead to intention to leave work for individuals with higher work abilities and those 
who had experience in specific job training. 
Research according to Judge & Mueller (2012) which states that if negative employee attitudes toward work, then 
negative behavior in the workplace will increase, such as absenteeism, intention to quit the company until finally the 
decision to quit the company. In line with research Clark et al., (2009), suggested that the attitude of employee 
dissatisfaction which will reduce employee performance and will cause the intention to stop working. 
The involvement of superiors in providing assistance in work affects the intention of individuals out of the 
company, this is in line with research Kurniati et al., (2007); Korry et al., (2017); Kusumanegara et al., (2018), which 
states that the leaders of an organization are expected to be able to listen and assess the thoughts of their subordinates 
and accept the contribution of their thoughts, as long as these thoughts can be implemented. Most leaders issue 
commands more often and explains what needs to be done, this makes employees passive and does not dare to give 
new ideas out of fear. This affects individuals who have the intention to leave a high job such as looking for information 
on employment opportunities in a company that is better than before. 
The significance value of the t-test is 0.042. The results of the analysis of the effect of subjective norms on the 
intention to quit obtained Sig. t of 0.042 with a beta coefficient of 0.104. Sig. Value t 0.042 <0.05 indicates that H0 is 
rejected and H1 is accepted. This result means that subjective norms have a positive and significant effect on the 
intention to quit. 
The results showed that the subjective norm variable had a positive and significant effect on the intention to quit. 
Judge & Mueller (2012), suggested that the social environment such as the support of superiors or coworkers and the 
support of social networks can affect satisfaction at work which later satisfaction will affect the intention of employees 
to leave the company. The support of family and loved ones affect individuals to make a decision to keep on the current 
job or find a better job than before. Brouwer et al., (2009), suggested that individuals tend to act and perform suggested 
behaviors as expected by family, friends and direct superiors. For example, employees who feel pressured by superiors 
will have the intention to leave, because his family wants him to find a better job. Francis et al., (2004), states that 
social pressure will affect individuals in doing or not doing a behavior, in this case, the intention to quit from work. 
Research by Jehanzeb et al., (2013), states that the views and thoughts of others that are significant (such as family, 
friends, colleagues and direct superiors) on a suggested behavior will put pressure on the individual, for example in 
terms of stopping work. According to Dominguez et al., (2018), also revealed that social factors involved in an 
individual intend to leave his job. In line with research conducted by Abrams et al., (1998), that subjective norms will 
be a predictor that significantly affect employees' desire to leave the organization. This is in line with the research of 
Dominguez et al., (2018); Hidayat & Budiatma, (2018); Kawiana et al., (2018) and Abrams et al., (1999) that social 
factors are involved in an individual intending to leave his job. 
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The significance value of the t-test is 0.009. The results of the analysis of the effect of perceived behavior control 
on the intention to quit obtained Sig. t of 0.009 with a beta coefficient of 0.298. Sig. Value t 0.009 <0.05 indicates that 
H0 is rejected and H1 is accepted. This result means that perceived behavior control has a positive and significant 
effect on the intention to quit. 
The results showed that the perceived behavior control variable had a positive and significant effect on the intention 
to quit. This finding is in line with research from Wu & Chen (2014) and Verplanken et al., (2002) which suggest that 
behavioral control positively and significantly affect individual intention to behave. Loi et al., (2010) and Pertl et al., 
(2010), report that Perceived behavior control significantly affects intention to leave work. The more individuals have 
the confidence and ability to perform a behavior increases, the intention to quit tends to increase. 
Lee et al., (2008), suggest similar things that when individuals have higher abilities and the desire to express 
themselves is greater then individuals will see opportunities to work in other companies and tend to have the intention 
to quit their jobs. Individuals are less worried about quitting their previous jobs when there are many alternatives in 
the labor market. Research by Foltz et al., (2016), suggests perceived behavioral control positively affect intention to 
behave where employees have confidence in their abilities and resources so they feel they have the opportunity to work 
elsewhere. This can be seen from the effect of perceived behavior control on the intention to quit, such as the financial 
ability of employees to pay fines as a result of quitting their jobs. The ability of employees to work in certain fields so 
that employees have the confidence to leave work and find better jobs and employees have the opportunity to work in 
other companies. This is in line with research from Yakasai (2015), which suggests that a person's behavioral intentions 
are strongly affected by their level of confidence in carrying out actual behavior. Ajzen (2005), states the same thing 
that the greater the support from the closest people and the social environment for individuals, the intention to behave 
will tend to increase. 
 
 
4.  Conclusion 
 
Based on the results of the discussion of research that has been done, it can be concluded that attitude towards work 
has a positive and significant effect on employee intention to quit. This means that if the employee's attitude is negative 
towards his job, it will affect the increasing desire to leave the employee. Subjective norms have a positive and 
significant effect on employees' intention to quit. This means that if employees get support from family and 
surrounding environment factors to find a better job than their previous job, then this will affect the increasing desire 
to leave employees. Perceived behavior control has a positive and significant effect on employee intention to quit. This 
means that if employees do not have strong personal control, it will affect the increase in intention to quit. 
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